Abstract: Knowledge management processes result from interaction among organisational members and organisational interactions with its environment. Organisational culture provides the social context in which these interactions contribute to knowledge management processes in the organisation. Culture influences KM processes and presents several challenges to the success of KM processes within the organisation. This study takes into consideration the influence of organisational culture dimensions on KM processes. The researchers have taken into consideration two higher educational institutions (HEIs) -one from India and another one from the USA. The two institutions have accredited programs at the graduate and undergraduate level. An attempt has been made to analyse the influence of various cultural dimensions on KM processes in these institutions that have different countries of origin.
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Introduction
Knowledge creation depends on how various sources of knowledge are leveraged to acquire new knowledge from individuals, institutions and environments they operate (Nonaka and Toyama, 2005) . Knowledge creation encompasses two elements, process and content. Interaction between stakeholders for a collaborative goal could be one example of process component of creating or acquisition of knowledge. The evolution of knowledge creation has shown that interdisciplinary thinking is essential for developing new ways of thinking reiterating the need for higher educational institutions (HEIs) to work collaboratively (Von Krogh et al., 2000) . Knowledge creation and acquisition is the result of organisational interactions in its environment and interaction of organisational knowledge and the environment (Lewin and Volberda, 1999) .
Knowledge generation
Generation of knowledge by an institution facilitates the identification of knowledge that is required. Knowledge acquisition includes knowledge resident in the institutions' internal and external stakeholders (Eisenhardt and Santos, 2002) . The necessity to acquire knowledge from stakeholders who are external is to foster innovation and stay competitive (Hagedoorn, 2002; Howells et al., 2003) . HEIs operate in complex environments and face stiff competition. These competitive environments require institutions to collaborate and innovate to match market demands (Tsai and Wang, 2009; Santamaria et al., 2010; Segarra-Cipres et al., 2012) . HEIs depend on diverse and dispersed knowledge sources and therefore seek out for knowledge beyond their physical boundaries (Chesbrough, 2006) .
Knowledge storage
Knowledge storage connotes to organisational memory and the ability of the organisation to accumulate knowledge resulting from learning. Knowledge stored could be in the form of files, documents on digital media, and databases. The ability of the organisation to acquire, store, retrieve and transfer knowledge would determine the extent to which knowledge could be applied for decision-making and solving problems. Knowledge acquired from various internal and external sources may be stored in individual and organisational memory. Organisational culture can be viewed as a multi-layered repository of knowledge. Even values that appear ambiguous impact future decision making across the organisational hierarchy and is representative of the individual and collective efforts of organisational members. Cultures that facilitate learning credit technology as a set of tools necessary for knowledge storage, facilitating knowledge transfer and communicating explicit knowledge. Knowledge structures ensure focus of goals, cause-effect beliefs and cognitive elements (Lyles and Schwenk, 1992) .
Knowledge transfer
Among the knowledge management activities, knowledge sharing has been recognised commonest, attracting attention from both practitioners and researchers (Burnett et al., 2012) . Knowledge creation as a cyclical process has knowledge transfer and sharing as integrated elements (Zellmer-Bruhn and Gibson, 2006; Mesmer-Magnus Jessica and DeChurch, 2009) . While knowledge creation is individual and action driven, knowledge transfer and sharing is not bound by a contract and not limited by control. Knowledge transfer therefore presents challenges and the elements that support knowledge transfer are of interest to the researchers. Elements such as organisational support, quality of interaction, social relations, are instrumental in transfer of tacit knowledge (Jensen, 2010) . Knowledge transfer and sharing is a risk-taking behaviour in teams and is often a social dilemma (Cabrera and Cabrera, 2002) . Individuals transferring knowledge could feel exploited by other members while leaving no benefits for them. As a result, members might no longer be willing to share their knowledge or transfer their knowledge. Conducive organisational culture is required to promote this willingness to contribute to a common goal. A culture that is characterised by trust (Bijlsma-Frankema et al., 2008) and team identification (Moorman and Harland, 2002 ) is required to support knowledge transfer and sharing. Kuah and Wong (2013) argue for the integration of individual, group, and organisational level knowledge, and this can be achieved through knowledge sharing.
Knowledge application
Knowledge application is analysed by a measure of improvements in processes, learning from best practices, collaborative efforts, and individual behaviours. Koenig (2002) evidenced that Knowledge Management should result in changes is employees' behaviours. Individuals must be able to better combine, reflect and collaboratively utilise knowledge while contributing to better quality (Fernie et al., 2003) . Some factors have been recognised as facilitating factors for knowledge sharing. Among such factors are organisational culture and personality trait (Baghurst, 2014) .
Organisational culture
Organisational culture provides the medium or the social context through which underlying values and beliefs that impact behaviours relevant to knowledge management (Leidner and Kayworth, 2008) . Cultures that have an impact on knowledge management are also referred to as knowledge culture (Oliver and Kandadi, 2006) and knowledgecentred culture (Janz and Prasarnphanich, 2003) to demonstrate the significance of cultural influences for knowledge management in organisations (Mueller, 2012) . Elements of an organisation's' structure that offer conditions necessary for generating and sharing knowledge are known as knowledge culture (Evans, 2012) . KM processes often confront difficulties from an organisation's culture and result in limited success in implementation of these processes (DeLong and Fahey, 2000) . In a study carried out by E&Y, organisational culture turned to be the biggest barrier to KM processes quoting difficulties in altering employees' behaviours in managing knowledge (Watson, 1998) .
This finding and others (Hasan and Gould, 2001 ) evidence the impact of culture on knowledge management processes and the role of top management in creating cultures that are supportive of knowledge management processes (Gupta and Govindarajan, 2000) . Organisations with cultures that are characterised by apprehension in sharing ideas and individuals feel isolated do not support a sense of community that is needed to support KM process in creating dynamic repositories of information. Knowledge acquisition, sharing and transfer are impeded by such risk averse and bureaucratic cultures. When individuals in organisations are focused on "survival" and feel uneasy while expressing ideas, they are also reluctant to own and maintain content. These limiting KM behaviours do not support nor recognise individuals' ability to contribute, share and implement ideas that they generate through their interactions with their environments. Cultures must facilitate the free flow of ideas and KM processes provide catalytic support for a collaborative engagement.
What is also important is that creative ideas must be captured, shared and used to receive favourable evaluations indicating the necessity to create cultures that reward such behaviours. Organisational cultures also indicate if organisations are "knowledge hoarding" or "knowledge sharing" entities. Bureaucratic, top-down organisations have been found to have embedded 'knowledge hoarding' practices that limit KM success.
Studies on cultural impacts on KM processes show that organisational culture influences knowledge sharing behaviours (Jarvenpaa and Staples, 2001) . Constructive cultures enable organisations achieve KM success (Balthazard and Cooke, 2004) . Kumaraswamy and Chitale (2012) asserted that the only way to enable knowledge sharing is by bringing people together through collaboration. Therefore, developing team competency through organisational culture is a key to effective knowledge sharing. Several research studies indicated various elements that support knowledge management such as collaboration, open relations between organisational members and change readiness (Wang et al., 2011) . These elements are taken into consideration under management of employees (MOE) for the current study. Elements such as openness to new experiences, decision making, learning options, strategy of action, authority to initiate action, actions supportive of high level of internal exchange and exchange with external environments, and reward mechanisms (Czerska, 2001 ) fall under organisational leadership (OL) and strategic emphasis (SE) in this study. Appropriate structure in the organisation is considered essential to support knowledge generation and sharing within the organisation (Evans, 2012) . Creating a favourable environment, precise processes, procedures and practices that facilitate learning are considered necessary to support KM processes (Garlin et al., 2009) . These elements are encompassed in dominant characteristics (DC) and organisational glue (OG) considered for analysing organisational culture for this research work. Ability to measure results, create wealth, communicate shared vision, teamwork, system integration, cost effectiveness, tolerance of risk, developing competences, focus on future and customer satisfaction (Mikuła, 2007) are the criteria of success (CS) considered under organisational culture impacts for the study. 
Methodology
For this study, two institutions were selected -one from India and the other from the US. The criteria for selecting these institutions is the accreditations that these established institutions have. The Indian institution has the NBA and NAAC accreditations and the US institution has the several global accreditations for their programs including AACSB and EBET. These two institutions offer similar programs at the undergraduate and graduate level. Respondents included Assistant Professors, Associate Professors, and Professors. Structured questionnaires were circulated using Qualtrics and analysis was done using the output from SPSS. Data collection and analysis was done by two researchers from India and three researchers from outside India.
The objective of the research was to study the influence of organisational culture dimensions on KM Processes. Organisational culture dimensions considered for the study are criteria of success, organisational glue, MOE, dominant characteristics, organisational leadership, and strategic emphasis. KM processes considered for this study are knowledge generation, knowledge storage, knowledge transfer and knowledge application. The questionnaire comprises of questions on demographics, and statements on OC Dimensions and KM Processes using a 5-point Likert-scale. Statistical tools used for data analysis included descriptive statistics, independent sample t-test, ANOVA and regression analysis. The most commonly known and used dependence analysis in multivariate method is the multiple regression. The technique deals with the study of dependence of one variable on a set of predictor variables. The predictor set, also known as independent variables, influences the dependent variable or the response variable. The regression line for k explanatory variables (Reddy and Sarma, 2015) . Demographic factors are considered to influence employees in HEIs including knowledge generation, knowledge application and stress levels (Reddy and Sailaja, 2015) . Analysis of demographic factors has not been presented in this paper.
Analysis on KM processes
From Table 1 , Independent samples test, among respondents that include Professors, Associate professors and Assistant Professors in the two HEIs taken into consideration for this study (N = 153), there was statistical significance for all the KM dimensions' p ≤ 0.05, between the two institutions considered for the study. From the descriptive statistics, the HEI from India has a higher mean (M = 2.72, SD = 0.617) for Knowledge Generation (KG) in comparison with the HEI from the US (M = 2.29, SD = 0.941). The standard deviations also indicate greater consistency in opinion for the Indian institution for KG. The Indian HEI collaborates with other similar institutions through memorandums of understanding. These MoUs enable partnering institutions to work collaboratively on joint research. Partner institutions also work towards carrying out benchmarking surveys to ascertain best practices in the industry. These surveys let HEIs in India work towards re-calibrating processes and implement incremental improvements. The US institution considered for this research actively pursues faculty-mentored in one of its global campuses. However, the same practice needs further strengthening across all campuses. The Indian institution actively pursues and reaches out to establish centres of excellence, and other government-supported R&D centres. The American institution considered has on some instances supported faculty effort in taking up teaching assignments across global campuses providing opportunities to create/generate new knowledge. The practice to encourage faculty participation in faculty development programs (FDPs) lets the Indian institution facilitate knowledge creation through socialisation process. The American institution mobilises and delivers on a series of seminars from industry under Professional Enrichment initiative for the students. The Indian institution delivers on several of the dimensions considered under the Knowledge generation process explaining the higher mean value (2.72) over the American institution.
The Indian HEI has a higher mean (M = 2.37, SD = 0.486) in Knowledge Storage (KS) compared to the American HEI (M = 2.11, SD = 0.881). The standard deviations also indicate greater consistency in opinion for the Indian institution for KS. The Indian HEI does well in documenting all activities that concern their mission elements. Documentation of peer-reviewed publications, conference proceedings is necessitated by accrediting bodies. Class lectures and discussions are archived regularly as massive open online courses (MOOC) as required by accrediting bodies. While the American institution documents updated CVs on an annual basis, research publications, intellectual contributions and lectures are not archived on a database. These explain the higher mean for knowledge storage for the Indian HEI in comparison with the American HEI.
While the HEI from India has a higher in knowledge generation (KG) and knowledge sharing (KS), the results are different while considering knowledge transfer (KT) and knowledge application (KA). For knowledge transfer (KT) the US HEI has a mean of 2.35 (SD = 1.00), while the Indian institution has a mean of 2.06 (SD = 0.553). Though the mean for the US institution is higher, there is greater variation in opinion for KT. Practices from the American HEI indicate a very strong mentoring initiative through which all new faculty members are given one-to-one mentoring. Faculty members collaborate with new faculty members to pursue research projects. Faculty at the American institution also share research interests utilising the research forum as the platform to share research topics, results and future opportunities. These along with workshops on utilising research tools and software and the use of technology to share ideas across global campuses results in a higher mean for the American HEI in comparison to the Indian HEI on Knowledge Transfer process considered for this research work.
The Indian HEI has a mean of 2.15 for knowledge application (SD = 0.654) and the US HEI has a mean of 2.43 (SD = 0.994). Though the mean for the US institution is greater, there is more variation in opinion for KA. The American institution employs best practices for effecting incremental improvements in research, curriculum development, teaching, pedagogy, and the use of technology. Research and intellectual contributions are used to improve teaching effectiveness. Research is factored into the curricular improvements and students are encouraged to participate in faculty-mentored research. The use of technology is reinforced with embedded learning outcomes that evidence the use of technology by students in their projects and assignments. Best practices across campuses are shared to facilitate incremental improvements in assessment, teaching and research. Research quality is monitored and research expectations shared with faculty to set annual goals. Alumni networks are leveraged by the American institution to actively seek internship and job opportunities for the students. These applications explain the higher mean for the American institution on Knowledge application in comparison to the Indian institution.
OC dimensions
From Table 2 , Independent samples test, among respondents that include Professors, Associate professors and Assistant Professors in the two HEIs taken into consideration for this study (N = 153), there was statistical significance for all the OC dimensions' p ≤ 0.05, between the two institutions considered for the study. From the descriptive statistics, the HEI from the US has a higher mean (M = 2.19, SD = 0.781) for Dominant Characteristics (DC) in comparison with the HEI from India (M = 1.56, SD = 0.548). The standard deviations also indicate greater consistency in opinion for the Indian institution for DC. The American institution is characterised by a culture that feels like personal space affording employees' greater autonomy at the workplace. Relations are characterised by professionalism and this culture facilitates greater sharing of knowledge among organisational members. The Indian institution has a culture that is driven by results, accomplishment of goals. The culture focuses on structure and order with clearly defined procedures and policies.
From the Table 2 , the HEI from the US has a higher mean (M = 2.33, SD = 0.888) for organisational leadership (OL) in comparison with the HEI from India (M = 1.31, SD = 0.539). The standard deviations also indicate greater consistency in opinion for the Indian institution for OL. The American institution has leadership that is facilitative, emphasise on the implementation of servant leadership model. The institution provides ample opportunities for mentoring with role models to look up to. Leaders are enabling and support accomplishment of individual and team goals. The Indian institution has a strong focus on results and an aggressive approach to achieve these results. Leadership at the Indian institution is also dominated by the focus on achieving coordination, improved organisation and securing better efficiencies.
From the descriptive statistics, the HEI from the US has a higher mean (M = 2.25, SD = 0.727) for MOE in comparison with the HEI from India (M = 1.32, SD = 0.629). The standard deviations also indicate greater consistency in opinion for the Indian institution for MOE though it has a lower mean score for this OC dimension. The American institution is characterised by a culture that supports teamwork, allows participation, decentralised decision-making, and in fostering consensus. The Indian institution has a culture that focuses on stability, compliance and conformity, and imposes high demands on accomplishments for organisational members. From the descriptive statistics table, the HEI from India has a higher mean (M = 2.63, SD = 1.22) for organisational glue (OG) in comparison with the HEI from the US (M = 2.22, SD = 0.967). The standard deviations also indicate lower consistency in opinion for the Indian institution for OG though the mean for this dimension is higher than that for the US institution.
The Indian institution has great emphasis for formal rules, policies, and procedures that keep the institution together. Organisational members are engaged in ensuring an efficient institution, and a measure of achieving this is what keeps members committed to the institution. The American institution brings in practices that strengthen mutual trust. Appraisal processes that are transparent and recognition of performance bring in the required commitment from organisational members.
From the descriptive statistics Table 2 , the HEI from the US has a higher mean (M = 2.32, SD = 0.885) for Strategic Emphases (SE) in comparison with the HEI from India (M = 1.26, SD = 0.587). The standard deviations indicate greater consistency in opinion for the Indian institution for SE though the mean for this OC dimension is lower for the Indian institution.
The American institution strives to create a climate of openness, engages discussion across global campuses, mobilises and incentivises action that enables development of faculty members. The Indian institution supports acquisition of new resources and values organisational members who create new opportunities and innovate in their contributions.
From the Table 2 , the HEI from India has a higher mean (M = 2.32, SD = 0.1.171) for criteria of success (CS) in comparison with the HEI from the US (M = 1.92, SD = 0.84). The standard deviations indicate lower consistency in opinion for the Indian institution for CS though the mean is higher for the Indian institution on this OC dimension. The Indian institution values product and process innovation. Innovation leadership is the most significant measure of success. The American institution emphasises on teamwork, development of organisational members, and commitment of employees and implementation of people-centred approaches.
Impact of organisational culture factors on knowledge management in the HEI from India (i) Organisation culture on knowledge generation
To study the impact of organisational culture factors on knowledge generation multipleregression has been employed. There the organisation culture dimensions (criteria of success, organisational glue, MOE, dominant characteristics, organisational leadership, and strategic emphasis) have been taken as independent variables and Knowledge generation has been taken as dependent variable. For ANOVA Table 3 , knowledge generation (KG) is the dependent variable and the predictors are criteria of success, organisational glue, management of employees, dominant characteristics, organisational leadership, and strategic emphasis. Table 3 shows the multiple linear regression model summary and overall fit statistics. It is observed that the R value of the model is 0.495 and the R 2 is 0.245 that means the regression model explains 24.5% of the variance in the data. Further F value is less than 0.05, it means that there is strong evidence that β i ≠ 0; that is the independent variables significantly explain knowledge generation within the institution. Presented below in the coefficient Table 4 is the individual influence of various OC dimensions on knowledge generation (KG is the dependent variable). From the coefficients shown in Table 4 , it is found that strategic emphasis (SE) (t = 2.082; P = 0.041) is statistically significant at 5% level. Therefore, it can be concluded that SE influences knowledge generation in the Indian institution. The Indian institution's efforts to create new resources and value employees who create new opportunities and innovate have an impact on the institutions' ability to actively seek collaboration with other institutions, involve stakeholders, sign and implement MoUs that enable knowledge generation for the institution. The hypothesis H 5 is accepted from these findings. (ii) Organisation culture on knowledge storage
To assess the impact of OC dimensions on knowledge storage, multiple regression has been employed. Knowledge storage is taken as the dependent variable. For ANOVA Table 5 , knowledge storage (KS) is the dependent variable and the predictors are criteria of success, organisational glue, management of employees, dominant characteristics, organisational leadership, and strategic emphasis. Table 5 shows the multiple linear regression model summary and overall fit statistics. It is clear from the table that the R value of the model is 0.660 and R 2 = 0.436 indicating that the regression model explains 43.6% of the variance in the data.
The above table that includes results of ANOVA, F value is significant since its sig. value is less than 0.05. It means that there is strong evidence that β i ≠ 0, implying that From the coefficients shown in Table 6 , it is found that MOE (t = 2.109; P = 0.038) is statistically significant at 5% level. Therefore, it can be concluded that MOE influences knowledge storage in the Indian institution. The Indian institution's focus on stability, compliance and conformity, high demands on accomplishments ensure that organisational members document and contribute to knowledge storage. Documenting research, lecture sessions, involving faculty in research forums are knowledge storing initiatives that are impacted by MOE. The hypothesis H 3 is accepted from these findings. The impact of the independent variable -OC dimensions on the dependent variableknowledge transfer (KT) is studied using multiple regression. For ANOVA Table 7 , knowledge transfer (KT) is the dependent variable and the predictors are criteria of success, organisational glue, management of employees, dominant characteristics, organisational leadership, and strategic emphasis. Table 7 shows the multiple linear regression model summary and overall fit statistics. It is clear from the table that the R value of the model is 0.720 and R 2 = 0.518 indicating that the regression model explains 51.8% of the variance in the data. The above table that includes results of ANOVA, F value is significant since its sig. value is less than 0.05. It means that there is strong evidence that β i ≠ 0, implying that organisational culture dimensions significantly explain knowledge transfer within the institution. Presented below in the coefficient Table 8 From the coefficients shown in Table 8 , it is found that organisational glue (OG) (t = 4.200; P = 0.000) is statistically significant at 5% level. Therefore, it can be concluded that OG influences knowledge Transfer in the Indian institution. The Indian institution's emphasis on securing structure and order through formal rules, policies, and procedures ensures that the knowledge required for staying committed to achieving efficiencies is transferred readily among organisational members. The hypothesis H 4 is accepted from these findings. 
(iv) Organisation culture on knowledge application
The impact of the independent variable -OC dimensions on the dependent variableknowledge application (KA) is studied using multiple regression. For ANOVA Table 9 , knowledge application (KA) is the dependent variable and the predictors are criteria of success, organisational glue, management of employees, dominant characteristics, organisational leadership, and strategic emphasis. Table 9 shows the multiple linear regression model summary and overall fit statistics. It is clear from the table that the R value of the model is 0.667 and R 2 = 0.445 indicating that the regression model explains 44.5% of the variance in the data. The above table that includes results of ANOVA, F value is significant since its sig. value is less than 0.05. It means that there is strong evidence that β i ≠ 0, implying that organisational culture dimensions significantly explain knowledge application within the institution. Presented below in the coefficient Table 10 is the individual influence of various OC dimensions on knowledge application (KA is the dependent variable). From the coefficients shown in Table 10 , it is found that organisational leadership (OL) (t = 2.824; P = 0.006) and strategic emphases (SE) are statistically significant at 5% level. Therefore, it can be concluded that OL and SE influence knowledge application in the Indian institution. The Indian institution taken into consideration for this study has leadership that is results-oriented, endorses an aggressive approach to achieving them and ensures organisational efficiencies. The institution also emphasises on securing organisational efficiencies, control and stability. This pragmatic approach and emphasis on results by the leadership ensures rapid application of knowledge that is stored within organisational and individual memory. The hypothesis H 2 and H 5 are accepted from these findings. Table 8 Beta coefficients 
Impact of organisational culture factors on knowledge generation in the HEI from US (i) Organisation culture on knowledge generation
The impact of the independent variable -OC dimensions on the dependent variableknowledge generation (KG) is studied using multiple regression taking in consideration the US institution. For ANOVA Table 11 , knowledge generation (KG) is the dependent variable and the predictors are criteria of success, organisational glue, management of employees, dominant characteristics, organisational leadership, and strategic emphasis. Table 11 shows the multiple linear regression model summary and overall fit statistics. It is clear from the table that the R value of the model is 0.771 and R 2 = 0.506 indicating that the regression model explains 50.6% of the variance in the data. From the above table that includes results of ANOVA, F value is significant since its sig. value is less than 0.05. It means that there is strong evidence that β i ≠ 0, implying that organisational culture dimensions significantly explain knowledge generation within the institution. Presented below in the coefficient Table 12 From the coefficients shown in Table 12 , it is found that organisational leadership (OL) (t = 3.002; P = 0.004) is statistically significant at 5% level. Therefore, it can be concluded that OL influences knowledge generation in the US institution. The US institution emphasises a great deal on the style of leadership that fosters teamwork, consensual decision-making, and collaborative efforts among organisational members. Such a leadership approach supports the generation of new knowledge. The hypothesis H 2 is accepted from these findings. (ii) Organisation culture on knowledge storage
The impact of the independent variable -OC dimensions on the dependent variableknowledge storage (KS) is studied using multiple regression taking in consideration the US institution. For ANOVA Table 13 , knowledge storage (KS) is the dependent variable and the predictors are criteria of success, organisational glue, management of employees, dominant characteristics, organisational leadership, and strategic emphasis. Table 13 shows the multiple linear regression model summary and overall fit statistics. It is clear from the table that the R value of the model is 0.761 and R 2 = 0.580 indicating that the regression model explains 58.0% of the variance in the data. From the above table that includes results of ANOVA, F value is significant since its sig. value is less than 0.05. It means that there is strong evidence that β i ≠ 0, implying that organisational culture dimensions significantly explain knowledge storage within the institution. Presented below in the coefficient Table 14 From the coefficients shown in Table 14 , it is found that dominant characteristics (DC) (t = 2.216; P = 0.030) is statistically significant at 5% level. Therefore, it can be concluded that DC influences knowledge storage in the US institution. The American institution considered for this study creates a strong sense of belongingness, builds trust and supports storage of knowledge without organisational members having to feel exploited. The hypothesis H 1 is accepted from these findings. The impact of the independent variable -OC dimensions on the dependent variableknowledge transfer (KT) is studied using multiple regression taking in consideration the US institution. For ANOVA Table 15 , knowledge transfer (KT) is the dependent variable and the predictors are criteria of success, organisational glue, management of employees, dominant characteristics, organisational leadership, and strategic emphasis. Table 15 shows the multiple linear regression model summary and overall fit statistics. It is clear from the table that the R value of the model is 0.802 and R 2 = 0.644 indicating that the regression model explains 64.4% of the variance in the data. From the above table that includes results of ANOVA, F value is significant since its sig. value is less than 0.05. It means that there is strong evidence that β i ≠ 0, implying that organisational culture dimensions significantly explain knowledge transfer within the institution.
Presented below in the coefficient Table 16 is From the coefficients shown in Table 16 , it is found that MOE (t = 2.225; P = 0.030) is statistically significant at 5% level. Therefore, it can be concluded that MOE influences knowledge Transfer in the US institution. Strong teamwork, continuity of service, freedom and opportunities to participate, and positive reinforcement of collective effort contributes to transfer and sharing of knowledge among organisational members. The hypothesis H 3 is accepted from these findings. The impact of the independent variable -OC dimensions on the dependent variableKnowledge Application (KA) is studied using multiple regression taking in consideration the US institution. For ANOVA Table 17 , knowledge application (KA) is the dependent variable and the predictors are criteria of success, organisational glue, management of employees, dominant characteristics, organisational leadership, and strategic emphasis. Table 17 shows the multiple linear regression model summary and overall fit statistics. It is clear from the table that the R value of the model is 0.803 and R 2 = 0.645 indicating that the regression model explains 64.5% of the variance in the data.
From the above table that includes results of ANOVA, F value is significant since its sig. value is less than 0.05. It means that there is strong evidence that β i ≠ 0, implying that organisational culture dimensions significantly explain Knowledge application within the From the coefficients shown in Table 18 , it is found that organisational leadership (OL) (t = 3.473; P = 0.001) is statistically significant at 5% level. Therefore, it can be concluded that OL influences knowledge application in the US institution. Distributed leadership, decentralisation, empowerment, and trust contribute to the autonomy that organisational members require to apply acquired knowledge. The US institution demonstrates a strong commitment to servant leadership and trust in their employees. Knowledge application is supported by the leadership approaches in the US institution. The hypothesis H 2 is accepted from these findings. 
Conclusions
A comparison of the two HEIs taken for this study is presented in Table 19 . From the summary of findings in Table 19 , the hypothesis H 6 is rejected. Knowledge Generation in the Indian HEI is significantly influenced by strategic emphasis (SE) -with the institution supporting acquisition of new resources, taking up new challenges, creating new opportunities in research and cooperation with external stakeholders. The Indian institution also emphasises on control in operations and focuses on organisational efficiencies. Knowledge generation in the American institution is significantly influenced by organisational leadership (OL). Research support, support for continuing education, participation in conferences, access to resources and flexible work hours ensure ample opportunities to generate knowledge. Knowledge storage in the Indian HEI is significantly influenced by MOE. Knowledge storage is driven by the necessity to document, file and systematically archive any intellectual capital. These initiatives are focused on securing compliance and conformity to several accreditation standards. Achieving an accreditation ensures for these institutions a competitive advantage in the market place. The American HEI on the other hand supports knowledge storage by offering the needed autonomy at the workplace, and by creating awareness that incremental improvements must be archived for future reference. Knowledge storage as an approach is embedded at a cognitive level that translates to KM behaviours that facilitate actual knowledge storage. In other words, dominant characteristics (DC) influences knowledge storage in the US HEI.
Knowledge transfer in the Indian HEI is influenced by organisational glue (OG) that is based on creating and maintaining processes. Process ownership ensures that knowledge is stored in individual and organisational memory and can be recalled as and when needed. Rules, policies, procedures and protocols govern knowledge transfer across organisational subsystems. Knowledge transfer in the US HEI is influenced by MOE. Management styles characterised by team building, participative decision making, and openness in communication ensures knowledge transfer in the American HEI.
Knowledge application in both the Indian and US HEIs is influenced by organisational leadership (OL). However, organisational leadership in the Indian HEI emphasises more on better coordination, operating efficiencies, time to market, and stakeholder satisfaction. These requirements enforce knowledge application in contexts that further these goals of the Indian HEI. The American HEI has leadership that drives mentoring, autonomy, timely feedback, recognition and teamwork. This approach of leadership fosters a sense of responsibility among organisational members and therefore are more inclined to apply knowledge derived from their learning experiences. For the Indian institution, Strategic emphases also influences Knowledge application. Support for acquiring new resources and creating new opportunities provides opportunities to apply knowledge in the Indian institution.
